This study examines institutional variations in the recruitment of black sociologists in academia and in racial allocations of academic rank. It is designed to identify aspects of the academy that pose barriers to equal participation for black sociologists and to suggest institutional structures and environments that are most likely to equitably incorporate them. Drawing on a 1984 national survey of sociology departments (N = 230), the study examines both the absolute and proportional representation of black sociologists at the departmental level, as well as issues of tokenism and equality in the assignment of academic rank among racially integrated departmental faculties. Results indicate that the factors that promote better black faculty representation do not always provide African-Americans with other black colleagues, with substantial numerical influence within the department, or with equality in academic rank. Those colleges and universities that are most likely to have black sociologists are large, have sizable black student populations, and are located in metropolitan areas or the South. Racial equality in academic rank is most closely associated with dependence on government revenues.
The Uncertain Causes and Consequences of Undersupply
Perhaps the most prominent studies of black scholars-those using aggregate data from the National Research Council's Survey of Earned Doctorates and Survey of Doctoral Recipients-focus on the labor economics of "supply." They have documented the shrinking cohorts of minority doctoral recipients, resulting decreases in applicant pools, and increased interest in nonacademic careers among minority doctoral recipients (Brown, 1988 ; National Science Foundation, 1988b). Based on strong methodologies and large data bases, these studies monitor trends in the level of underrepresentation of minorities at suc-cessive junctures in the education system. More speculative studies have sought to uncover the cause of these downward trends by linking them to the escalating cost of higher education, the withdrawal of adequate sources of financial aid, and expanding opportunities in more lucrative fields outside academia (Brazziel, 1988) .
The constricted supply of black doctorates has been amply documented (American Council on Education, 1986, 1989), but its consequences are more dimly understood. There is a growing perception, supported anecdotally, that the limited number of black doctoral recipients is heightening the competition to attract them to college faculties (Chandler, 1988) . Aggressive recruitment efforts directed at minority scholars are viewed as creating a form of "musical chairs," as institutions attempt to hire black faculty away from each other (Mooney, 1989) . This is seen as enhancing black scholars' prospects for upward mobility to successively more prestigious institutions, and perhaps to more desirable work and salary conditions. There is little doubt that increased demand, coupled with a small pool of candidates, makes minority recruitment difficult (New Jersey State Department of Higher Education, 1986). But it is unclear whether colleges and universities actively vie to attract black scholars generally or focus on luring away a small number of highly visible black scholars, just as white faculty "stars" are aggressively courted (Magner, 1990) .
Several important statistics suggest that the "musical chairs" phenomenonif it takes place at all-has not enhanced the career prospects of all black scholars uniformly. Unemployment and underemployment rates among black scientists are double those of their white counterparts, and black scientists are also more likely to be employed outside their fields of training (National Science Foundation, 1988a). Moreover, the proportional representation of black faculty nationwide declined steadily after 1976, despite growth in the number of black Ph.D.s during the late 1970s. This suggests that supply factors alone cannot account for the underrepresentation and employment conditions of black academics.
This study brings together aspects of the three distinct approaches taken by prior studies. First, we advance a conceptual framework that identifies a set of institutional factors that arguably represent barriers to equal participation for black scholars in academia. Rather than relying on black faculty respondents to identify these barriers, they are measured as features of the organizational structure and environment of a large sample of colleges and universities. We also document the extent to which black faculty are placed in "token" or "solo" positions at the departmental level, and identify the institutional settings where these conditions are most likely to occur. Finally, we consider important aspects of the supply issue by examining regional and geographic variations in the representation of black faculty.
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A POLITICAL-ECONOMY MODEL OF RACIAL EQUITY IN ACADEMIA
Rather than emphasizing racial differences in socialization, education, work experience, and achievement, this study links the level of participation of black faculty to the structure of academic labor markets and academic organizations. It attempts to examine both demand-and supply-side factors in the academic labor market and investigates their facilitating or inhibiting influence on the participation of black faculty. We follow a course chosen increasingly by studies of the segregation of minorities and women within the less desirable corners of the occupational sphere (Breneman and Youn, 1988; Pettigrew and Martin, 1987) , which demonstrate how institutional structures shape individual careers, sometimes with different implications for some groups than for others. We distinguish internal labor markets, which refer to specific organizational settings, administrative procedures, and divisions of labor, from the external labor markets that create variations in the supply and competition for labor, and that direct the flow of labor into various occupations, jobs, and organizations (Kalleberg and Sorensen, 1979) . For some time now, studies of internal labor markets in academia have highlighted the impact on minorities and women of the institution's size, prestige, and research emphasis (Bernard, 1964; Blau, 1973) . More recent studies of external labor market factors have targeted the level of competition for faculty among colleges and universities (Szafran, 1984) ; the "density" of opportunities for faculty appointments in the area (Marwell, Rosenfeld, and Spileman, 1979); and the institution's proximity to graduate schools that produce most of the new scholars (McGinnis and Long, 1988).
Each academic institution, and perhaps each of its departments, can be seen as an internal labor market with specific formal and informal rules governing entry, promotion, and access to rewards, thereby constraining opportunities differently for black academics than for their white counterparts. The process of gaining entry, earning promotions, and maximizing one's salary depends not only on one's credentials and experience, but also on attributes of a particular academic institution. Each institution is also situated in a position of relative advantage or disadvantage to the operations of external labor markets that supply academic labor, and within a larger political context. To explain institutional variations in the treatment of groups traditionally underrepresented in higher education, Szafran (1984) distinguished economic and political factors at work within academia's internal and external labor markets. The present study expands on his list of factors to predict which institutions will be most likely to recruit, retain, promote, and equitably reward black academics (Figure 1) .
The internal economy of the academy implements organizational goals within a system for producing teaching and research. This encompasses the internal division of labor, the distribution of resources and rewards, and the modes of operation. Each of these shapes personnel decisions, including efforts Academic Rank to recruit and reward black faculty. These constraints may appear in the degree to which recruitment and promotion procedures are formalized, in the level of demand for labor, and in the type of credentials sought. The external economy encompasses the classic concerns of economists regarding factors outside the organization that affect its supply of labor and resources, and the demand for its products or services. Those most clearly affecting the racial composition of an organization include the relative scarcity of the local or regional labor supply of potential black and white employees, and the ability of the labor force to seek optimal rewards among a host of competitors. These too place limits on the options considered by personnel decision makers within the organization.
These constraints do not strip decision makers of all discretion, however. There remains considerable uncertainty about how to identify goals and select options that meet them. This is the realm of the internal polity, which encompasses the formal structure for decision making and more informal influence networks that set and interpret these organizational goals and policies. The values and preferences of those in positions of influence, both individuals and groups within the organization, also can affect equity patterns. Within the internal polity, the degree of centralized authority and the race of those in executive positions can influence personnel processes and outcomes. Decision makers may seek to anticipate the concerns of sizable internal constituencies of black 
Factors in the Internal Economy
"Slack" Finances
Demand for Labor KULIS employees or "customers" who might exert influence directly through their positions within the organization. And they may be particularly sensitive to the preferences of powerful actors outside the organization-the external polityespecially those like governmental entities that are capable of imposing sanctions or withholding resources (Pfeffer and Salancik, 1978) .
The political economy framework outlines the types of organizational factors that may be influential in explaining differences in racial equity across organizational settings, but does not specify a discreet set to be considered. Drawing on the prior discussions and research on racial segregation in academia, and on occupational segregation in general, a more detailed model will now be presented (Figure 1 ), generating the hypotheses to be tested. The direction of some of these hypotheses is contingent on whether administrative goals have evolved to elevate black faculty recruitment over other institutional priorities. To the extent that this has occurred, the direction of some of our predictions would be reversed.
Organizations that secure surplus financial resources beyond those minimally necessary for operation provide top administrators with organizational "slack" (Cyert and March, 1963) to act on personal preferences even at the expense of administrative inefficiency (Child, 1972) . Financial resources have been cited as important factors in the treatment of underrepresented groups within universities (DiNitto et al., (1982) . Slack resources permit institutions to compete aggressively for attractive candidates, but this advantage can be used to promote affirmative action goals or to exercise biases in favor of majority candidates. Thus, the impact of slack financial resources on black faculty recruitment and promotion may be conditioned by political factors that determine policy goals. Slack resources may be enabling conditions that permit change either in the direction of greater or lesser black participation and equity. This leads to our first hypothesis:
H1. "Slack" in financial resources will increase black faculty recruitment and lower racial disparities in academic rank when internal political forces favor racial equity.
An increased demand for labor, as indicated by growth in the number of faculty within an institution, and/or turnover in a constant number of faculty positions, also may facilitate change in the faculty's racial composition, if an adequate supply of black labor exists. As with slack resources, demand for labor does not guarantee better opportunities for black scholars but may simply create more jobs for white candidates. Moreover, faculty expansion and turnover may increase black faculty's share of entry-level appointments without redressing disadvantages in proportional representation and in obtaining tenure, promotion, and equitable salaries. In one respect, growing faculties may pose riper conditions for the recruitment of black faculty than faculties with high turnover rates. Without faculty expansion, black faculty can be incorporated only by altering the racial composition of the department. Growth of the faculty may minimize political resistance to black faculty recruitment because the absolute and/or proportional representation of white majorities can be maintained.
H2. When political forces favor racial equity, colleges and universities with expanding faculties and, to a lesser degree, those with high turnover will recruit larger numbers of black faculty. H3. Faculty expansion will be unrelated to the proportional representation of black faculty and to racial disparities in academic rank.
Institutional prestige is another important factor in the internal economy of higher education. Prestige is a potent resource that can be used to attract recognized scholars and successful researchers (Blau, 1973) . Historically excluded from informal prestige networks (Caplow and McGee, 1958) , black scholars may have been viewed as less attractive candidates in part because they were presumed to be less effective in recruiting others or in augmenting institutional prestige. In any case, black faculty have clearly been less well represented in top-ranked institutions (National Research Council, 1979), and this legacy may persist. Although small changes began to appear in the 1970s (Hill, 1983; Smelser and Content, 1980) as more prestigious universities began to vie for top black scholars, it appears that the barriers to entry can be more formidable in prestigious schools. At the same time, because prestigious schools may be able to attract the very best scholars, African-Americans who do gain admittance may be more successful in promotion and tenure decisions than their black counterparts in less prestigious schools.
H4. Highly prestigious colleges and universities will be less likely to recruit black faculty, but will have smaller racial disparities in academic rank.
Research Orientation
The relative emphasis on research and undergraduate teaching has a direct bearing on personnel decisions in the academy. Historically black colleges, the leading source of black professors before 1960, have traditionally emphasized teaching. This factor, along with isolation from the network of federal funding for research (Bacon, 1974; Leashore, 1985) , hampered black contenders for positions at heavily research-oriented institutions. Institutions with strong research orientations may continue to be less hospitable and/or attractive to black candidates, because prospects for promotion remain problematic.
H5. Controlling for prestige, colleges and universities that emphasize research productivity will recruit and reward black faculty less equitably.
Organizational Size
As in most other organizational settings, institutional size has far-reaching effects on administrative structures and processes within the academy (Blau, 1973) . These effects are difficult to isolate because size is closely related to other organizational characteristics. Large size is associated with more formalized recruitment and promotion procedures (Child, 1973; Pfeffer, 1977) , which might promote racial equity. But large academic organizations tend to be research-oriented, which may discourage the participation of African-Americans. And size may indicate discretionary or "slack" resources as well (Kimberly, 1976) , which might be used either to reduce or to intensify racial inequities. Moreover, large institutions will have more faculty positions to fill, magnifying opportunities to recruit black candidates. If, however, "slack" financial resources, prestige, and faculty growth are held constant, size may be seen to operate as a proxy for formalization. If so, larger colleges and universities should exhibit greater equity both in recruiting and promoting black faculty.
H6. Controlling for research orientation, faculty growth, and slack financial resources, large colleges and universities will exhibit better representation of black faculty and more equitable distributions of academic rank.
Labor Market Segmentation
KULIS
A final aspect of the internal economy that may affect African-American representation is the degree of segmentation in the internal labor market (Averitt, 1968; Doeringer and Piore, 1971) . Within higher education, labor market segmentation can occur through the creation of special programs or degrees, such as those in Black Studies, or through the assignment of a large proportion of the faculty to instructor or lecturer appointments. A highly seg-mented internal market-one that creates secondary sector jobs-may generate employment opportunities for African-Americans that are more likely to be nontenure-track, low in academic rank, low-paid, and/or devoid of opportunities for advancement (Szafran, 1982) . In these situations, African-Americans' level of representation may improve absolutely and proportionally, while their rank, tenure, and salary do not.
H7. Institutions with Black Studies programs and those with a large proportion of the faculty in nontenure-track instructor or lecturer, positions will be more likely to recruit black faculty, but less likely to equitably reward them with academic rank.
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A different set of forces originates outside the organization within its external economy. This arena encompasses the factors that affect the academy's supply of labor and resources, and the demand for its educational and research products or services. Those that may affect the racial composition are the relative scarcity of the labor supply of black doctoral recipients, and the level of competition among colleges and universities for their services. Geography plays a crucial role here because of the concentration of the black populace and historically black colleges in certain regions of the country. The academic labor market is marked by regional variations that have important consequences for minority groups. The decision to apply for a faculty position, or to accept it, can be influenced by a desire to remain close (or return) to one's community of origin, and by lifestyle considerations that may require the presence of a sizable black community in the vicinity of the institution. These are more likely to be found if the institution is located in the South, or in a very large metropolis.
H8. Institutions in locales with sizable black populations will be more likely to recruit black faculty, but may not have less racial disparity in academic rank.
The Internal Polity
Minority/Female Administrators
Academic administrators influence personnel decisions directly (Caplow and McGee, 1958; Kenen and Kenen, 1978) by establishing criteria for recruitment and promotion, and monitoring their implementation at lower levels. Minority administrators may be more sensitive to discriminatory criteria than white male administrators, and more vigilant in ensuring that these are not employed in recruitment, hiring, or promotion. A sizable contingent of administrators from groups traditionally underrepresented in academia-African-Americans, other minorities, and women-can transform organizational culture such that racial and gender bias is minimized among all decision makers. The influence of administrators may be critical to black presence because African-Americans are somewhat better represented among administrators than among faculty (Hankin, 1985), although not necessarily at the highest levels.
H9. Departments chaired by ethnic/racial minorities or women will have more black faculty representation and more equitable allocations of academic rank.
Black "Clients"
Although they need not take a direct role, black undergraduate constituencies on campus can influence personnel procedures and goals indirectly. Whitemajority colleges and universities with relatively high proportions of black undergraduates may more vigorously recruit and equitably reward black faculty. Where black students comprise a substantial minority, administrators may seek to anticipate their concerns, and may perceive needs to provide black role models of academic success, creating an institutional climate that is more sensitive to black students.
H10. Colleges and universities with relatively high proportions of black under-
graduates will more vigorously promote racial equity in recruitment and in the allocation of academic rank.
The External Polity
Last, we consider two features of the external polity of the institution, both political factors in the organizational environment. Institutional leaders may be particularly sensitive to the preferences of powerful actors outside the organization, especially governmental bodies that can impose sanctions or withhold needed resources. Access to information and accountability presumably are greater in public institutions where personnel policies are highly standardized and the distribution of employee rewards is a matter of public record. Affiliation with government bodies that enforce anti-discrimination statutes may heighten the institution's sensitivity to these issues. Clearly the effect of public accountability on racial equity would depend on how aggressively affirmative action is enforced (Perrucci, 1986 ), a point of some uncertainty in the 1980s (Jaschik, 1990 ). In addition, institutions that depend heavily on federal funds may be vigilant to avoid charges of discrimination by developing personnel procedures to prevent its occurrence (Pfeffer and Salancik, 1978; Salancik, 1979) .
H11. Public colleges and universities, and those that are highly dependent on governmental sources of revenue, will recruit and reward black faculty more equitably than those under independent or religious auspices.
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This study examines a single profession, academic sociology, where black scholars are not quite as scarce as in many other disciplines. After substantial increases in the 1970s, the number of new black doctoral recipients in sociology leveled off but did not decline precipitously as in other fields. In the midst of a general decline in doctoral production in all the social sciences, this meant that blacks earned an increasing proportion of new doctoral degrees in the discipline in the early 1980s.3 When compared to their presence in the population, blacks remain underrepresented in sociology, but not as severely as in most other disciplines, and not in minuscule numbers. In the mid-1980s, blacks comprised about 6 percent of sociology faculty members in four-year institutions, and about 7 percent of sociology graduate students (Kulis et al., 1986b (Kulis et al., , 1987 . The relatively greater success of sociology in attracting black scholars may reflect, in part, the legitimacy this discipline accords issues of racial inequity by recognizing them as proper subjects for scholarly inquiry. By providing more institutional variations in the racial distribution of faculty positions and rewards, the somewhat larger presence of black scholars in sociology makes it feasible to conduct a comparative study of institutional barriers to racial equity. In other fields where black faculty are rare and the annual supply of new black doctoral recipients can be counted on two hands, these questions may be moot, or unanswerable statistically, due to the constraints of extremely small numbers. By exploring organizational contexts where the modest influx of black sociologists has been most-and least-pronounced, our restrictive focus on one discipline holds some promise of identifying salient institutional forces in the incorporation of black faculty generally.
Data
Data for this study come from a 1984 survey of sociology departments across the United States. The population encompassed all sociology or "social science" departments that offered sociology courses in four-year colleges or universities, as listed in the American Sociological Association Directory of Sociology Departments. The sampling design was hybrid. One part was a complete census of all departments in 13 western states,' designed as a longitudinal follow-up to an identical 1979 survey (Kulis et al., 1986a) . A second part was developed to examine the sociology faculty nationwide through a random sample of departments in all the remaining United States, stratified by the size of the college or university student population and whether or not the department offered graduate sociology degrees. The two parts combined create an unusual situation with respect to conventional statistical inference, because estimates for departments in the western states have virtually no sampling error. Nevertheless, we report statistical significance information as if all the departments were part of a typical random sample, but note results that meet both standard (p < . 05) and somewhat relaxed (p < .10) thresholds of statistical significance. Through mailed questionnaires, chairs of eligible departments were asked to enumerate all sociologists in their departments, including adjunct and part-time faculty, and to report their sex, race or ethnicity, rank, tenure status, and committee assignments. They also recorded the sex, race, and ethnicity of faculty who had begun or ended appointments in the department within the previous five years. Extensive efforts at several levels were organized to obtain a high response rate, including the endorsements of the presidents of national and regional sociological associations. Ninety-one percent of eligible departments completed questionnaires, making the weighted sample highly representative of the nation's sociology departments in four-year institutions in 1984. Still it is important to bear in mind the sociologists we have systematically excluded with these procedures: those employed in two-year colleges and those now working in academic disciplines outside sociology. Although the sample comprised 230 departments, some of the analysis utilizes data on 1,634 sociology faculty members in these departments. For most of the analysis, including all tests of the political-economy model (and unless otherwise noted), the department is the unit of analysis.
Operationalization of the Model
KULIS
The key dependent variables in the study are aggregate measures of black faculty's status in each department in 1984: (1) a dichotomy indicating the presence or absence of black faculty in the department, (2) the percentage of faculty positions held by African-Americans, and (3) disparities in the distribution of black and nonblack faculty across four academic ranks-full professor, associate professor, assistant professor, and instructor/lecturer.' The index of segregation H developed by Theil and Finizza (1971) was modified to gauge these disparities.' This index differs from most other measures of segregation, such as the index of dissimilarity (Duncan and Duncan, 1955) , in that it treats racially skewed distributions at a given academic rank as a more serious indicator of segregation if the racial mix in the department overall is relatively balanced rather than highly skewed as well. This measure varies between 0 and 1, expressing racial segregation in academic rank relative to the degree of integration that is theoretically possible given the faculty racial composition overall. H records racially unbalanced allocations of academic rank as more seriously Measures of institutional size, prestige, and research orientation are based on confirmatory factor analysis. A factor score for organizational size serves as a proxy for formalization of recruitment and promotion procedures. This multiple indicator measure loads on variables measuring student enrollment and faculty size, both within the department and institutionwide. The same factor analysis produced a second, orthogonal factor relating to the quality and selectivity of the institution's undergraduate degree program, which serves as a measure of institutional prestige. This factor loads heavily on the ratio of undegraduate admissions to applications, the percentage of all faculty who hold doctoral degrees, and average SAT or ACT math and verbal scores for admitted freshmen students.' The prestige of the sociology department was not directly assessed because ratings of sociology programs are limited to departments with graduate programs (Jansen and Webster, 1981), and are strongly related to research orientation (Jones, Lindzey, and Coggeshall, 1982), which the analysis treated separately. This third factor for research orientation taps the following components: extramural research funds as a percentage of the institution's expenditures, the institution's Carnegie Foundation (1987) research classification, total institutional expenditures for research equipment, the number of library volumes in the institution as well as total library expenditures, number of postdoctoral appointments in science and engineering, graduate-degree offerings in sociology, and the number of sociology graduate students. These variables serve as indirect measures of the commitment and availability of resources for research at the departmental and institutional level.
Two measures capture features of the external economy of the department: the size of the city or town and the region in which the institution is located. Size of locale is measured with dummy variables distinguishing large metro-politan areas (over 500,000 population) and smaller cities (50,000-500,000) from the towns and rural areas in the reference category. Region is treated similarly, with dummy variables contrasting the Midwest, South, and West against the Northeast as referent.
The internal polity of the department and institution is explored in two ways. A dichotomous variable indicates the presence or absence of a minority or female sociology department chair. Unfortunately, there are too few black or minority department chairs to examine their influence separately. For ease of presentation and discussion, this variable contrasts non-Hispanic white male department chairs with all others. The racial composition of the student body is measured as the percentage of undergraduate students who are African-Americans. In analyses of the entire sample of departments, this measure is logarithmically transformed to obtain a better fit to the data. 
RESULTS
Absolute and Proportional Representation of Black Sociologists
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To begin tracing the institutional locations of black sociologists, we first examine their geographical distribution. black faculty in a small number of southern departments. The role of historically black colleges and universities is pronounced: Of the 15 southern departments with at least one black faculty member, only two were historically black institutions, but these two contained 40 percent of the South's black sociologists (data not presented in tables). Across the country, regardless of region, only about one of every five departments has any black faculty members at all, a figure that policymakers may see as distressingly low." The concentration of black faculty also varies by the size of the department and metropolitan area, and by the auspices of the institution. Table 3 other faculty to work in institutions under religious auspices. The same patterns appear at the departmental level (data not presented in tables): 42 percent of sociology departments in cities over 500,000 have at least one black sociologist, but only 25 percent of those in smaller cities and 14 percent of those in towns. Two-thirds of the largest departments-those with 20 or more members-have a black sociologist, but only 12 percent of small departments (10 or fewer) do. Black sociologists are found in 31 percent of public institutions, in 20 percent of independent institutions, but in only 2 percent of religious institutions.
In multivariate analyses, these same factors predict which departments will have black sociologists, but their effects are overshadowed by an even stronger factor, the relative size of the black undergraduate student population. Table 4 presents the results of two logistic regressions of the presence (coded 1) or absence (coded 0) of a black faculty member in the department." The first includes the undergraduate percent black as a predictor, and the second omits that variable. Institutions with a higher proportion of black students tend, not surprisingly, to have black faculty, but the logarithmic form of the relationship is noteworthy." As the relative size of the black student body increases, the odds of having a black sociologist on the faculty grow sharply at first but at a steadily decelerating rate. This means that institutions with near majorities of black students are only marginally more likely to emply black sociologists than those with smaller, though still substantial, black student minorities on campus. Larger and more prestigious institutions, those relying more on governmental revenues (a factor closely related to public auspices)," those with growing sociology faculties, and departments chaired by white men, all are more likely to have black sociology faculty. Controlling for other factors, southern institutions are less likely than those in the Northeast to have black sociologists, as are departments with high faculty turnover rates.
Other effects depend on whether or not the size of the black student population is controlled. Institutions in large metropolitan areas generally have proportionally more black students, which explains why they also have greater odds of having black faculty. It is not simply that these institutions also have larger faculties, hence more faculty positions to fill, because the equations control for institutional and departmental size. In a related pattern, departments in the West have lower odds of containing black sociologists, apparently because these institutions have smaller populations of black students. A weak research orientation, sizable fractions of faculty positions at the instructor or lecturer level, an established Black Studies program, and robust per student budgets all increase modestly the odds that a black sociologist will be among the faculty.
Political-economy variables are weaker predictors of the percentage of sociology faculty positions held by African-Americans (Table 5 ), but the effects are generally consistent with those that explain the sheer presence of at least one 
aStandardized regression coefficients in parentheses Note: One-tailed tests: +P < .10; *P < .05; **P < .01; ***P < .001 
Solos and Tokenism
Within academic sociology African-Americans rarely constitute the "critical mass" that Pettigrew and Martin (1987) maintain is necessary to mitigate the negative effects of solo status. Few departments meet their criteria of absolute (more than two representatives) and proportional (greater than 20 percent) representation, both seemingly modest thresholds. In nearly half (47 percent) of the departments with black sociologists, the black faculty members are solos. Only 15 percent of these departments have three or more black sociologists, and less than a third of them have departmental faculties where at least one in five of the members is African-American. Table 6 analyzes variations in the absolute number of black sociologists and in the black percentage of faculty positions within "integrated" departments, that is, those with at least one black faculty member. Internal political factors are significant predictors of these outcomes. The number and proportion of black sociologists is higher in institutions with proportionally larger black student populations, but is smaller in integrated departments chaired by white men. Other factors influence critical mass in contradictory ways, simultaneously increasing the absolute number of black sociologists while reducing their proportional representation (organizational size, metropolitan location), or vice versa (prestige, location outside the Northeast).
I 1
Racial Disparities in Academic Rank
'
Black sociologists typically hold lower academic rank than non-Hispanic whites or other minority groups (Table 7) . At the individual level, black faculty are most likely to be assistant professors, while the modal rank for others is full professor. About half of black faculty hold the advanced ranks that usually 'Standardized regression coefficients in parentheses +P < .10; *P < .05; **P < .01; ***P < .001 (one-tailed tests) degree of reliance on governmental sources of revenue, which tends to minimize racial disparities in academic rank. This is by far the most influential factor in an equation that explains over 70 percent of the variation in the index of rank segregation. Rank is also distributed more equally in the most prestigious and financially robust institutions. On the other hand, discrepancies in the allocation of rank are more pronounced in research-oriented departments, and those chaired by white males. The geographic factors in the external economy have no significant effects on rank segregation when dependence on governmental revenue is controlled. When this potent effect is removed from the equation, however, institutions in large cities manifest markedly greater disparities in academic rank and institutions in the South register lower rank segregation scores than those in the Northeast (results not presented in tables). 
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Political Economy Effects
The results in Tables 5, 6 , and 8 implicate each of the elements of the political economy framework as influential in some facet of the incorporation of black sociologists into academia. Although these forces do not always operate in the expected way, they form a pattern of effects from which some conclusions can be derived. To make sense of the patterns, it is necessary to examine how each organizational factor relates to different facets of the integration of black faculty members.
There is no evidence that "slack" financial resources influence outcomes for African-American faculty only in the direction dictated by internal political forces, as suggested by the first hypothesis (H1). No interaction effects were found. Instead, financially robust institutions appear more likely to recruit black sociologists, in part because they have somewhat larger black student populations. Black faculty in these institutions occupy smaller proportions of faculty positions within the department than in other integrated departments, but they also enjoy academic rank more nearly equivalent to their nonblack colleagues.
As hypothesized, expanding faculties have slightly higher odds of having black representation (H2), but, unexpectedly, high faculty turnover lowers those odds appreciably. Further, as with the impact of slack financial resources, these effects were not linked to political forces as hypothesized. All faculty openings are apparently not alike in creating opportunities for black faculty. It seems to be easier to recruit black sociologists if the position is created through growth rather than through turnover. Although not addressed here, high turnover rates may, of course, involve losses of black as well as white faculty. If black faculty were relative newcomers, this may have been important in the period investigated, the early 1980s, when sociology faculties contracted nationwide. The negative impact of high turnover on black faculty representation is also consistent with the "musical chairs" hypothesis if we assume that black sociologists were leaving these departments to take up positions at very select institutions with small odds of falling into our national sample of departments. In any case, faculty expansion and turnover were, as predicted, unrelated to the proportional representation of black faculty and had no impact on racial disparities in academic rank (H3).
Contrary to expectations, prestigious institutions have better odds of having a black faculty member present, once one accounts for their typically smaller black student populations (H4). Among racially integrated departments, the more prestigious have fewer black faculty in absolute numbers, but a higher i proportion of their faculty are black, and, as expected, they have more balanced racial allocations of academic rank. Although institutional prestige and research emphasis are often linked, ex-pectations regarding the inhospitableness of research-oriented climates for black faculty are generally supported (H5). Institutions with stronger research climates are less likely to have any black sociologists, and those that do have larger racial gaps in the allocation of academic rank. As expected, large institutions do have better representation of black faculty (H6), both in terms of having any black sociologists present, and multiple black faculty as well. Two other findings suggest that this is the result of the larger numbers of faculty opportunities rather than the hypothesized tendency toward formalization in personnel actions. Size was unrelated to the degree of racial segregation in academic rank, and black sociologists in large institutions occupied proportionally fewer faculty positions than those in smaller institutions.
The effects of labor market segmentation partially confirmed initial expectations. Institutions with Black Studies programs and those with a high proportion of faculty at the instructor or lecturer level are more likely to have black sociologists (H7), in part because they are also more likely to have sizable populations of black students. But these conditions are unrelated to the degree of racial disparity in academic rank.
Regional and metropolitan variations are strongly implicated in the presence of black sociologists in academia (H8). A department is considerably more likely to have a black sociology faculty member if it is located in a large metropolitan area, where large black student populations tend to be present. Among racially integrated faculties, those in large cities tend more often to have multiple black faculty and less inequity in academic rank. Departments in the Northeast are most likely to have a black sociologist, and they have the largest number (though the smallest percentage) of black sociologists. Controlling for other factors, racial discrepancies in rank are unrelated to geographical location.
Perhaps the most surprising finding is that departments chaired by white men are more likely to have a black faculty presence than those chaired by women or minority group members. But one cannot tell from the data whether this reflects trade-offs in recruiting some underrepresented groups at the cost of others, differential patterns of employment opportunities, or differences in the attractiveness of the departments to potential black recruits. In integrated departments, the findings turned out more as expected (H9): Those with white male chairpeople had fewer black faculty, both in absolute numbers and proportionally, and larger discrepancies in academic rank as well.
The odds that an institution will employ black sociologists are closely linked to the relative size of the black student population (H10), which also relates directly to the proportion of faculty positions held by African-Americans. It would be very useful to know the extent to which this is a "push" generated by perceived desires or demands of black students for black faculty, or a "pull" that attracts black faculty recruits. Whatever the source of this influence, it appears to be limited to representational matters, and has no effect on the degree of racial disparity in academic rank.
Black sociologists are found more often in public than private institutions, and only rarely in those under religious auspices (H11). A closely related factor-reliance on governmental revenues-increases the odds that a black sociologist will be present, and among racially integrated faculties, decreases the extent of racial discrepancies in academic rank.
CONCLUSIONS AND IMPLICATIONS
KULIS
Among the patterns that may be discerned in the disparate findings is a distinguishing hallmark of black faculty presence: a context of large scale envelops the one in every five departments with black sociologists on their faculty. These tend to have large or expanding departmental faculties, robust finances, large enrollments, sizable proportions of black students, and a large surrounding metropolis. Apparently, "big is better" in recruiting black faculty for several reasons: more opportunities for faculty appointments; the ability to absorb black faculty without disrupting existing power relations among the faculty; the attractions of a school and community environment where opportunities to interact with other African-Americans are plentiful; and perhaps the ability to offer a better salary package.
Yet the factors that promote the presence of black faculty are not always linked to work environments that provide substantial numerical clout in faculty decision making, or minimal racial disparities in academic rank. The advantages of large size increase the odds that multiple black sociologists will be hired in a department, but also dilute the power they can wield. This suggests something of a dilemma for black sociologists in search of critical mass, both in numbers and proportions. They may be unable to claim a numerically potent role in faculty decision making within the departments where they are most likely to avoid solo status. Compounding the dilemma is the absence of links between racial equality in academic rank and most of the factors associated with large scale. Departments that offer a core of black colleagues may not provide especially favorable conditions for tenure and promotion to advanced ranks. Instead, where racial gaps in academic rank are narrowest, there is a hint of the carrot and stick at work. Smaller discrepancies in rank within more selective and financially robust institutions may reflect their ability to attract recognized black faculty with established scholarly credentials. Outside pressure on the institution, in the form of dependence on governmental revenues, appears to be an even more potent catalyst for reducing racial disparities in ranks. These very suggestive findings need to be replicated, however, controlling more directly for individual-level differences in the timing of black and white faculty careers.
Organizational variations in the representation and status of black sociologists within academe reflect complex interactions between the employment preferences of potential black candidates, and institutional contexts that are more or less active in recruiting and retaining them. Further research into black scholars' view of the academy will be required to disentangle these individual and institutional forces. Even if key institutional factors are found to be crucial to the successful incorporation of black faculty, not all may be manipulable to design. This bears on the likely success of various suggested remedies to improve the representation and work conditions of black faculty members. Many proposals focus on redressing problems of supply, calling for more pre-and postdoctoral financial support for minority students (Blackwell, 1988) ; consortia of predominantly black with predominantly white institutions (Haggin, 1989) ; early identification and recruitment of doctoral students (Wilson, 1987) ; and recruitment from the faculty of black colleges and attendees at conferences of black educators (Harris, 1989) . With more than twice as many institutions as there are black sociologists to staff them, problems of supply will continue to dominate issues of black faculty representation. But this study suggests that simply increasing the number of black scholars may be insufficient to attract black faculty to smaller institutional settings, rural areas, and colleges without sizable black populations among students and/or the local community. An expanded supply of black faculty may further enlarge black representation at large metropolitan campuses and a few southern institutions where most black faculty now reside. Moreover, the lack of overlap in the predictors of black faculty recruitment and of racial equality in the distribution of academic rank suggests that more than one set of institutional forces may be required to simultaneously recruit, retain, and equitably reward black faculty. 
APPENDIX. Pearson Correlation
NOTES
1. In something of a vicious circle, the declining presence of black professors appears to be quite consequential for black students, because they may help these students cultivate and maintain racial identity, awareness, and pride within predominantly white environments. Moreover, they may more effectively communicate knowledge to black students (Nickson, 1982) and may i mprove their educational outcomes (Fleming, 1984) . 2. Growing proportional representation may not enhance a minority's power monotonically, and discrimination may actually intensify. Research on underrepresented groups in various settings suggests that growth in proportional representation may increase harassment and negative attitudes (Deaux and Ullman, 1983; Fossett and Kiecolt, 1989; Gruber and Bjorn, 1982) , or may weaken the impetus for further increasing the group's participation (Kulis and Miller, 1989 ). 3. From 1978 , the total number of new doctorates in the social sciences declined from 3,008 to 2,607, while those awarded'to blacks increased from 123 to 150. As the overall pool shrank, the black percentage of new doctorates increased from 4.0 to 5.7 (National Science Foundation, 1990). 4. The states were AK, AZ, CA, HA, ID, MT, NV, NM, OR, UT, WA, and WY. 5. Faculty at other ranks (e.g., unspecified "adjunct," visiting, and emeriti professors) were excluded from this portion of the analysis because of small numbers and lack of comparability across departments. 6. Applied in this context, the Theil and Finizza (1971) index is defined as:
T; where N is the number of academic ranks in the department, T; is the number of faculty at the i`h rank, T is the total number of faculty within the department, pi is the proportion black at the i 'h rank, and p is the proportion black within the departmental faculty as a whole. In most departments with both black and nonblack faculty, black faculty typically held lower academic ranks than their counterparts. As the disparities in rank grow, so does the magnitude of this index. But in 10 departments black faculty occupied higher average rank. Rather than exclude these from the analysis, or worse, treat them the same as those where racial disparities favored whites, index scores for these 10 departments were multiplied by -1 to produce negative values. The modified index forms a continuum: large negative values when black faculty outrank others, and high positive values when they occupy lower ranks. Zero indicates that black and nonblack faculty are identically distributed across academic ranks. 7. Like other measures of segregation, H is unstable when calculated for extremely small groups.
E-Y, -E;
In very small departments, moving a single individual from one academic rank to another can drastically alter the index score. To ensure that our results were not artifacts of these instabilities, regression analyses were repeated after weighting each case by the size of its Sociology faculty, thus deemphasizing the influence of very small departments on the regression coefficients. This did not change the direction or general magnitude of the results reported in Table  8 . This study used SAT scores when available. For the dozen schools that reported only ACT scores for entering freshmen, average ACT scores were standardized and converted to an estimated SAT score (Astin, 1971) . For better or worse, SAT/ACT scores are used to screen applicants, resulting in a very large inverse correlation between average SAT/ACT scores for entering freshmen and the proportion of freshman applicants who are offered admission. If the 8.
level of demand for educational services is at all related to the quality of the offering, then higher-quality undergraduate programs will attract more applicants and will be more successful in enrolling students with high aptitude scores than institutions with programs of lesser quality. 9. The number of Hispanic (28) and Native American (9) faculty is too small to analyze separately, so they have been combined here with Asian-American sociologists, who comprise 62 percent of the nonblack minority category. 10. From a strictly statistical vantage point this figure is intermediate to those that would result it black sociologists were distributed to the nation's departments under conditions of extreme dispersion versus segregation. If the 92 black sociologists in the sample were distributed as widely as possible among the 230 departments, only 40 percent of the departments would contain a black sociologist. On the other hand, if black faculty were completely segregated into all-black departments (assuming these departments were of average size), they would comprise only 5 percent of all departments, a figure equal to the proportional representation of AfricanAmericans among all sociology faculty. 11. These results exclude the sample's three majority black institutions, two of which are historically black colleges. Their unique histories and special missions set them apart from other institutions where the incorporation of blacks has-been more problematic. When these schools are included in the analysis, the effect of the undergraduate percent black on the presence of black faculty is even more pronounced, and other effects are reduced in magnitude. Also of note is that the equations are presented without the interaction effects suggested by several hypotheses. Interaction terms were examined by multiplying in turn each of the political variables by "slack" in financial resources, faculty growth, and faculty turnover. None of these interactions achieved statistical significance. 12. The natural log transformation of the undergraduate percent black was employed because the variable was quite skewed, with few schools having majorities or near majorities of black students. The transformed variable provided a better fit to the data, as indicated by an improvement in explained variation in regression analyses. 13. In the full sample of institutions, public auspices is closely tied to the degree of dependence on governmental revenues (r = .93), and the two variables cannot be entered into multivariate analyses without incurring distortions due to multicollinearity. This relationship is weaker among the smaller group of institutions that have at least one black sociology faculty member. 14. For these comparisons faculty at four academic ranks are assigned values as follows: full professor (4), associate professor (3), assistant professor (2), and lecturer or instructor (1). This is a conservative estimate of racial differences in rank because all faculty at miscellaneous "other" ranks-a group that is disproportionately black-are excluded from consideration.
